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[bookmark: _Toc47623027]INTRODUCTION
The modern business scenario offers products and services from different organizations and therefore the customers have various alternatives to satisfy the same needs. The globalization has also fuelled to the increment of competition across private sector organization, hence they are now turning towards new methods to gain competitive advantage and improvise the working efficiency for more profit (Akhmetshin et al. 2017). The essay below is an analysis of a British-Dutch multinational FMCG company, having its operations in 190 countries around the world (Unilever, 2020). It will present a coherent analysis of the relationship between the organization’s performance with its people, culture and structure. The essay will also discuss the various managerial and leadership practices used at Unilever which places it among the biggest organizations in the world. 
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The structure, culture and people of any organization determine the overall working efficiency as a whole and later the performance too. The efficiency of working largely depends upon how well the roles and responsibilities of different individuals and departments are integrated, while the profits made depends upon various other internal as well as external factors (Dirisu et al. 2013). Unilever believes that its structure maintains a balance between organizational flexibility and corporate governance. They are different levels of hierarchy allows the different segment to focus better on their core roles. The company has two executive directors who act as the figurehead. Further, it has 10 non-executive directors who are independent bodies among the governed bodies of Unilever. Having a great experience and belonging to different backgrounds (Reilly and Weirup, 2012). According to Dentoni and Veldhuizen (2012), having people with different experience and from different backgrounds on the decision-making makes the organization flexible and more interactive with the global population, hence opening better opportunities in markets around the world. These non-executive directors operate both internally and externally to the organization. They provide Unilever check and balance in their practices and give suggestions to the governance. 
 As the size of Unilever is large and has a great scope too due to which the organization had to operate within certain constraints and framework predefined. According to Shahzad et al. (2012), Having a predefined operational framework can help an organization to shield themselves from several uncertainties, which otherwise can also be fatal to the business. To this, Jacobs et al. (2013) gave an example that often when companies hurt the traditional or cultural sentiments lose business rapidly. It can be understood that having a predefined framework does limit the experimentation part, but it is not much suggested when there is already a good scope. This method also saves the sheer size of Unilever to the other risks such as stagnation and paralysis, due to difficulty in having flexibility adapt to change/challenges (Awadh and Alyahya, 2013). According to the Unilever (2020), the company has a four-level structure in its hierarchy which funnels down insights and suggestion to the decision making bodies and helps the, to make the right strategic decision regarding the framework of operations.
According to Boyce et al. (2012), the organizational culture is defined as the group of norms and values which are shared among the employees within a company, which ultimately determines the interaction between them and with the external stakeholders. The organizational culture of large organizations such as Unilever are complex and is under the influence of a range of factors due to international operations. These factors can be both internal and external, mainly due to its multinational multicultural workforce. According to Uzkurt et al. (2013), the implication of the theory of cultural dimension is that the characteristics of all the individuals within the same country, the norms of behaviour are set by the cultural dimension, which causes administrative and institutional arrangements. This belief can be strongly related to that of Unilever, where the organizational culture is born through the multinational background of the organization itself (Unilever, 2020). According to Dentoni et al. (2012), this has affected the decision-making process at Unilever. Nazarian et al. (2012) suggested that other organizations in similar conditions as that of Unilever would opt for adopting the systematic approach, which develops a hybrid delineated strategy according to the aims and objectives. But it is necessary to critically consider the respect for interpersonal differences between individuals.
At Unilever, the organizational culture governance is under the influences of social structure created by having a critical market study and gains success in its culture by adopting the best practice belonging to the region of operations (Sheehan et al. 2014). Therefore, it can be concluded due to the size of the organization, there are certain regulations for developing and maintaining a unique brand impression equally on all of its markets and customers, the workplace culture is highly flexible, allowing them to adopt the best practice possible within the present working environment. 
Unilever has managed to be the market leader and gained rapid expansion partly due to the ability of its managers and leaders who encourages quality and performance at their workplace. The leaders or the decision-making bodies at Unilever takes to market and result-based approach for the management of the business and further growth in terms of quality and performance (Lewis et al. 2014). The results-based approach of management ensures that the desired outcomes are being achieved, while the market-based approach of management develops or enhances the management techniques with the help of market data (Unilever, 2020). The combined effort of both approaches helps Unilever to maximize organizational performance and human resource productivity. Therefore, AMPOFO (2014) stated that the maintenance of organizational culture at Unilever is under the monitoring and control of the leaders. 
According to the Unilever (2020), the managers and leaders ensure that the strategy for developing the leadership skills are critically related to their overall strategy of the business. The management provides various leadership development programs to its employees, which follows the principle of enhancing the natural strengths and skills of the employees rather than focusing on the type of it. According to Hogan and Coote (2014), this approach utilizes a combination of leaders taught by leaders, academic rigour, senior executive sponsorship and application through mentors, coaches as well as leveraging experience. This, therefore, ensures timely change implementation and helps Unilever evolve with time. The company also has various leadership programs according to different situations. These programs include the case studies for the past of Unilever too, from such instances when the company has experienced some kind of difficulty and challenges (Austen et al. 2017). The management bodies who oversee these development programs ensure action learning from these programs, by making it more interactive with the help of actors and given scenarios. Thus, the company takes the creative approach towards problem-solving which also facilitates innovation (Howard et al. 2014). Apart from this, the company runs a simulation which represents the world 10 years into the future. This allows the leaders and managers at Unilever to do experiments with their decision-making while assessing their influences in current scenario and project future impacts.
The company manufactures products which are mostly food items or drinks, the quality compliance in terms of health effects and hygiene is of great significance for its products. Unilever's management, therefore, pays special attention to the quality and safety checks at each stage of the production process (Thorpe, 2016). The management has established a robust series of quality check which allows them to monitor and control each function of the production process and maintain a standard in all of its manufacturing facilities.
Unilever has its operations in 190 countries around the world, and therefore has a diverse workforce, with employees belonging to different backgrounds (Unilever, 2020). Therefore, understanding individual behaviour is necessary as well as a big challenge for the management at Unilever. Having the right integration among the workforce requires the employees to respect the interpersonal differences and work collaboratively rather than competing with each other. As different people are differently affected by certain factors and determining it is critical for long terms success and successful expansion in the market overseas (Humphries et al. 2019). Apart from this, another challenge is to ensure the interest and dedication of its employees who perform repetitive jobs in the manufacturing units and other parts. According to Enoch (2016), employees require more than just monetary rewards in such conditions to retain their motivation. Therefore, in such cases, it is suggested that there must be some levels of authority among its leaders and managers to maintain consistency.
Gachungi (2014) stated that once the financial needs of the employees are satisfied, they further look forward to other motivational factors for attending the workplace. These factors may include the need to feel valued and respected by the colleagues and the company, such as through recognizing the efforts they've made. Thus, Unilever's HRM consistently looks for ways to reward the performance and take a behavioural approach towards management. The behavioural approach ensures that the employees are satisfied with their salaries as well as the recognition gained for their performance. In support to this, Chebiego and Kariuki (2018) also suggested that when the major achievements of the employees are rewarded and/or celebrated, this can go a long way to motivate the individual as well as others to give their best. Due to these measures adopted at Unilever, the company has also won various awards for its management and innovations.
Senge et al. (2015) propose a general theory of management according to which, the process controls are best when designed by the individuals who are involved in the fieldwork, such as manufacturing. The author suggested that the managers should closely interact with the employees to better identify their needs and suggestions, along with assessing and evaluating their behaviour. Unilever follows the same approach for understanding its workforce and take a behavioural approach towards managing them and driving maximum efficiency (Frost, 2014). Unilever’s success can also be credited to their collaborative approach of behavioural management which utilizes the knowledge and power of the employees and facilitate the growth of the business as well as the growth of its workforce. Some of the practices include working closely with employees to identify and deal with efficiency losses and generation of workplace culture which continuously improves. Applying the Hersey and Blanchard's situational theory, the management at Unilever is of participating and delegating style (Frost, 2014). The company has open channels for information exchange. However, the approach is rather mixed and they also use the selling style, depending upon the experience and maturity of employees working at the organization. 


[bookmark: _Toc47623029]CONCLUSION
The essay highlighted the various organizational aspects about the workplace culture, leadership and management at Unilever, and critically analysed it with the help of secondary data collected from various sources. The discussion in the essay concludes that Unilever has an organizational culture which promotes relationship building as well as performance. The management focuses on the role of workforce output and therefore critically considers their needs to keep them dedicated and motivated towards their roles. This corporate culture at Unilever according to the essay focuses on 3 key aspects, which are the individual and collective performance, the quality of performance and the efficiency. The management at Unilever also pays significant attention in developing the leadership skills among its workforce, through a range of skill development programs and training practices. For maintaining consistency in quality and quantity of production, the management takes a behavioural approach to understand and satisfy the appropriate needs of its employees, and derive maximum performance out of them, and practices the participating and delegating style in most of its governance. Looking at the sheer size of the organization, it can be stated that the organization is under the influence of various internal and external factors. Thus having a diverse workforce and effective diversity management techniques provides the organization with necessary knowledge and data to maintain flexibility in its management practices, and solve problems through creativity. Thus, all these efforts are behind Unilever's current prestigious position in the global market. 
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